Evolution (1993) reported that working women in Japan have frequently been told for example that "Women cannot understand this work," or that "You are good for a woman," or "Behave in a womanly manner," among others. Such unpleasant gender-related comments in their workplaces could decrease a women's work motivation and trivialize their abilities. Nemoto (2010) suggested that since the Japanese workplace has traditionally been male-dominated, female workers are expected to be young and perform classical female gender roles. In addition, Nemoto (2010) reported that female Japanese workers were often involved in sexual interactions on and off the job in their workplaces. In the context of Japanese psychological research, gender harassment has been mainly mentioned in the context of sexual harassment research (e.g., Kakuyama, Matsui & Tsuzuki, developed the Japanese Measurement of Gender Harassment Scale, which was designed to assess work situations in Japan, and in a study using this scale, they reported that psychological health of female workers has declined because of gender harassment. Fitzgerald, Gelfand, and Drasgow (1995) classified sexual harassment into three categories: gender harassment, unwanted sexual attention, and sexual coercion. They conceived of gender harassment as a sub-category of sexual harassment and defined it as "…a broad range of verbal and nonverbal behaviors not aimed at sexual cooperation but that convey insulting, hostile and degrading attitudes toward women"(p.430). Fitzgerald et al. (1995) referred to gender harassment as one of the milder types of sexual harassment.
In the context of sexual harassment research, there is some debate on if gender harassment should be separated from sexual harassment. For example, Pryor and Fitzgerald (2002) suggested that gender harassment consists of sexist behaviors and behaviors such as attacking, or looking down on women, rather than behaviors based on a sexual intention. In the domain of applied psychology, gender harassment has been considered as a form of workplace bullying, i.e., gendered bullying. Jones (2006) suggested that regarding gendered bullying as one form of sexual harassment would be an obstacle to conducting research on workplace bullying and to developing a theoretical framework of sexual harassment. In Japan, Munekata (2001) proposed that gender harassment and sexual harassment should be treated as different concepts. Okuyama (1999), a lawyer, suggested that although both sexual and gender harassment refer to gender discrimination, these concepts could be defined such that the former referred to "the harassment caused by sexual concerns or demands," whereas the latter included "the harassment caused by coercion of fixed gender roles." Kobayashi and Tanaka (2010) investigated whether gender harassment was independent of sexual harassment. The results showed that the correlation between gender harassment and sexual harassment was no stronger than the correlation between gender harassment and workplace incivility. These results indicate that in Japan, the concept of gender harassment should be viewed differently from the concept of sexual harassment and that each of these types of harassments would have different influences on working women.
In contrast to Fitzgerald et al. (1995) who defined gender harassment as a subset of sexual harassment, Sano and Munekata (1999) proposed that gender harassment must be separated conceptually from sexual harassment, because they have different qualities. Lim and Cortina (2005) suggested that workplace incivility and sexual harassment were constructs related to gender harassment and bridging the two concepts. Hitlan, Pryor, Hesson-McInnis, and Olson (2009) indicated that gender harassment, unlike other forms of sexual harassment, is not aimed at gaining sexual access to women; but rather, that it is an expression of ridicule.
In this study we distinguished between gender harassment that results from the social expectation that women should follow classical gender roles in the workplace, and sexual harassment that is the result of sexual interest. Therefore, in this study, we defined gender harassment as treating people differently based on their gender.
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According to this definition, it is assumed that both men and women could be harassers and harasses. However, gender harassment is shown to have more damaging effects on women than on men (Barling, Dekker, Loughlin, et al., 1996) . In the case of men, such harassment has not been associated with over-performance demands, or psychological distress (Parker & Griffin, 2002) . Therefore, in this study, we focused on gender harassment against women by men, as well as by other women.
Piotrkowski (1998), one of the pioneers of gender harassment research, used one item for measuring the frequency of gender harassment. Brown, Campbell, and Fife-Shaw (1995) developed a five-item gender harassment scale as a subscale of a instrument for assessing sexual harassment. The items of this scale were designed to be appropriate for both male and female respondents. Fitzgerald et al. (1995) developed a gender harassment scale as a subscale of their Sexual Experience Questionnaire (SEQ). This scale was composed of 5 items, including "told suggestive stories," and "made crude sexual remarks," among others. Sano and Munekata (1999) constructed a gender harassment scale that took the actual working conditions of Japanese women into consideration, which consisted of 9 items, some of which were concerning comments about job performance, including "this job may be impossible for women," and "a man would be good for this job," whereas other items were concerning comments about a woman's figure or appearance, including, "you have a full bust," and "your hair is thinning," among others. Kobayashi and Tanaka (2010) OWB is composed of work withdrawal and job withdrawal (Hanisch & Hulin, 1990) . Work withdrawal refers to behaviors that dissatisfied individuals use to avoid aspects of their specific work role, or minimize the time spent on their specific work tasks. Job withdrawal is defined as employees' efforts to remove themselves from a specific organization and their work role.
Ogasawara (1998) reported that female Japanese workers who had experienced discrimination often avoid fulfilling their obligations to male workers and intentionally delay completing their work. Based on accounts of counseling conducted with female workers, Nakano (2008) suggested that discriminative treatment of female workers might be the cause of most job resignations by women in Japan. Nakano (2008) found that female Japanese workers who had experienced discrimination changed their opinions on the item, "I work less proportionally to discrimination against me," suggesting that female Japanese workers perceiving injustice due to gender discrimination might lower their performance as a form of resistance. The process of work "slow-downs" by female Japanese workers could be explained by equity theory (Adams, 1965) . According to Adams (1965) , equity is achieved when the ratio of a person's inputs to outcomes is equal to the ratios of others. On the other hand, if the ratio of a person's inputs to outcomes were not equal to others, there is inequity. Equity theory predicts that the more people feel inequity, the more they would be motivated to restore equity. Previous research has indicated that perceptions of inequity are related to employee theft (Greenberg, 1990 (Greenberg, , 1993 , and organizational withdrawal behaviors (Banks, Patel & Moola, 2012) .
One of the features of gender harassment against female Japanese workers is to lower the self-worth of female workers in the workplace.
Therefore, according to the equity theory, female workers might try to restore equity by lowering their job performance. Discrimination against female Japanese workers has resulted in women having restricted job roles that are often regarded as "non-essential," compared with jobs performed by male workers (e.g., Kumazawa, 2000; Nakano, 2008) Interactional justice is the interpersonal aspect of psychological justice, including explanations, honesty, and interpersonally sensitive treatment (Bies & Moag, 1986 ). According to research, the more employees perceived that interactional justice was insufficient, the more frequently they engaged in organizational deviant behaviors (Ambrose, Seabright & Schminke, 2002; Skarlicki, Folger & Tesluk, 1999) , and even stole from the organization (Greenberg, 1993) . Moreover, some Japanese studies have indicated that employees receiving less interactional justice were likely to engage in work slow-downs (e.g., Tanaka, 2008) . It has been demonstrated that the more interactional justice was perceived by employees, the more OCB they would perform (Moorman, 1991; Tanaka, Hayashi & Ohbuchi, 1998) . Furthermore, Hypothesis 2 of the present study predicted that female Japanese workers would try to increase their self-worth in workplaces through working hard at OCB. Therefore, it is possible that both perceived interactional justice and the frequency of experiencing gender harassment would facilitate OCB. However, female workers that have suffered gender harassment would not have to work hard at OCB in order to increase the value of their work, if they perceived that they receive fair interactional treatment. Therefore, the more female employees perceive interactional justice in their workplaces, the more moderate would be the influence of gender harassment on OCB. Based on the above reasoning, we developed the following hypothesis: female workers were extracted randomly from a sample of 60,000 women that was a part of 240,000 women registered in the company database. This random sample received an e-mail explaining the survey and 551 women agreed to respond to the questionnaire used in this study.
Of these, 51 respondents were excluded, including men that had registered as women, housewives and students that had registered as office workers, as well as respondents that made outlying responses. Therefore, data of 500 employed women were used in the analysis. The gender harassment scale contains 13 items of which 7 items are related to the omission dimension and 6 items to the commission dimension. In the present study, we assessed the frequency of experiencing gender harassment by converting active sentence items developed by Kobayashi and Tanaka (2010) to the passive form, "I was not expected to become a leader," and "I was expected to fulfill a comfort role" (see Appendix). These items are rated on a 5-point scale ranging from 1 (Not at all ) to 5 (Very frequently).
We adopted the supporting organizations and cleanliness subscales of Tanaka of its high reliability (Table 1) .
We assessed interactional justice using the Japanese version of Justice Measurement developed by Tanaka et al. (1998) . This interactional justice scale is constructed of 7 items that asks respondents how appropriate judgments or decisions made by their supervisors were, and how fairly they were treated by their supervisors suing items such as, "When my supervisor made a decision and practiced it, he tried to explain so that I could understand its contents," and "My supervisor treated me with consideration." These items are rated on a 5-point scale ranging from 1 (Strongly disagree) to 5 (Strongly agree). The scores for items using negative phrasing were reverse coded (i.e., 1 being strong agreement, 5 strong disagreement). The Cronbach alpha-coefficient of the interactional justice score was .865, indicative its high reliability (Table 1) .
Exploratory factor analysis (EFA) using promax rotation indicated two factors accounting for 59.2% of the variance; however, there was one item with a factor loading of less than 0.40 in the two factors. The correlation coefficient between the two factors was .586. Thus, we again conducted an EFA on the remaining 12 items, by excluding the item with low factor loadings. Results indicated that factor loadings of items corresponding to each factor was more than .400, and that 6 items loaded on the first factor, which was termed "omission," and 6 items loaded on the second factor, which was termed "commission" (see Appendix). The contents of each factor were very similar to the factor structure described by Kobayashi and Tanaka (2010 (Ho, 2013) . Second, results showed that the difference of determination coefficients between
Step 1 and Step 2 (∆R 2 =.029, p<01), and betacoefficients of commission (β =.101, p<.01) and interactional justice (β =-.121, p<.01) were significant (Table 2) . However, the difference of determination coefficients between Step 2 and
Step 3 (Ho, 2013) . Second, the results showed that the difference of determination coefficients between
Step 1 and Step 2 (∆R 2 =.052, p<.01), and the beta coefficient of omission (β =.192, p<.01) were significant. However, the beta coefficient of interactional justice (β =-.076) was not significant (Table 2) (Table 3) . In this analysis, age, and work experience were included as con- (Table 3) , which were similar in the regression models of supporting the organization and cleanliness. However, the differences in determination coefficients between Step 2 and Step 3 (Supporting organizations; ∆R 2 =.0003, Cleanliness; ∆R 2 =.006) were not significant in any of the models of the two OCB dimensions.
The above analyses, which used the commission dimension of gender harassment, were repeated for the omission dimension (Table 4 ).
In the analysis of the omission dimension, age, and work experience were included as control (Table 4 ). These results indicated that the more female workers reported experiencing gender harassment, the more they were apt to conduct OCB. Therefore, Hypothesis 2 was empirically supported. According to the difference of determination coefficients between Step 2 and
Step 3, the results were different between the two dimensions of OCB; that is, although the difference of determination coefficients in the These results suggested that the buffering effect of interactional justice was observed only in the relationship between omission and cleanliness.
To examine Hypothesis 3, we examined the form of the interaction effect by testing the relationship between interactional justice and omission at high (one standard deviation above mean) and low (one standard deviation below mean) values (Aiken & West, 1991) . A simple slope analysis indicated that the relationship between omission and OWB was stronger when interactional justice was high (b=.117, p<.001) than when interactional justice was low (b=.053, p<.05). The plot of the interaction is shown in Figure 1 , which indicates that even if interactional justice were high, OWB would not decrease, but increase when omission was high. This result did not support Hypothesis 3.
To investigate
Hypothesis 4, we examined the form of the interaction effect by testing the relationship between interactional justice and omission at high (one standard deviation above mean) and low (one standard deviation below mean)
values (Aiken & West, 1991 when interactional justice was high (b=.025, ns) than when interactional justice was low (b=.120,
p<.001).
The plotted interaction is shown in Figure 2 , which suggest that OCB would increase when interactional justice was low and omission was high, which is contrary to the hypothetical prediction and therefore Hypothesis 4 was not supported.
This study was designed to examine the effect of gender harassment directed at female Japanese workers on job-related behaviors, such as OCB and OWB. Results of the hierarchical multiple regression analysis examining the association between the frequency of experiencing gender harassment and job-related behaviors indicated that the more frequently female Japanese workers experienced gender harassment, the more they performed both OWB and OCB.
As discussed above, in Japan, many female workers, compared to male workers have restricted, peripheral job roles. Therefore, it is difficult for women that suffer gender harassment to obtain high evaluations for job performance because their jobs are considered nonessential. As a result, the present study suggests that working Japanese women would work hard at informal and spontaneous jobs (i.e., OCB)
in order to receive positive appraisals. Furthermore, our results indicated that female Japanese workers would try to increase the value of their work by working slowly, or passively, in the peripheral jobs assigned to them (Ogasawara, 1998 (Bolino & Turnley, 2005) . In this study, The results of this study indicated the higher female workers evaluated interactional justice, the more OCB they performed under both commission and omission models. This result confirms the finding of previous studies (e.g., Moorman, 1991) In the present study, we used two subscales of the Japanese OCB Scale, developed by Tanaka (2004) : supporting organizations and cleanliness subscales, as dependent variables.
However, there are three other subscales: concentration on the job, interpersonal help, and conscientiousness in this measure of OCB.
Therefore, we would also need to examine the effects of the other three subscales in order to confirm the association between gender harassment and Japanese OCB.
In this study, we did not take respondents The results of this study are also limited by cultural considerations. The Japanese Gender Harassment Scale used in the study is an instrument that was developed by Kobayashi and Tanaka (2010) on the basis of interviews conducted with Japanese workers. Moreover, the data of this study were restricted to workplaces in Japan. It is suggested that future studies should examine the cross-cultural validity of the Gender Harassment Scale. Moreover, the crosscultural validity of the finding of this study, that gender harassment facilitates both OCB and OWB should be examined with samples of women in other countries in Asia, North American, and Europe.
Finally, a research company conducted the survey via its website, and the sample of participants was drawn from individuals that had registered at this research company. The on-line survey was conducted using a research company website for two reasons: The first was that many Swim, Aikin, Hall and Hunter (1995) reported that men held higher levels of oldfashioned and modern sexist belief than women.
On the other hand, the gender harassment scale we used in this paper was based on the level of behaviors and the frequency of gender harassment which they experienced.
I was not expected to have been a leader, because I am a woman. I was not assigned important jobs, such as negotiation, because of my gender.
I was told that it was natural for women to have limitations on their job. I was treated lightly compared with my male counterparts. I was perceived as emotional or sentimental during times of criticism or rebuttal. I was mistreated or verbally abused because of a disability. Note. The item "I was addressed differently due to marriage, pregnancy or age stage. " was excluded from the analysis.
